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Abstract 
Two constructs that are related to job stability, namely job embeddedness and 
occupational embeddedness were studied in the present thesis. Past research on job 
embeddedness has mainly focused on the feasibility to apply the construct to the 
tradition model of turnover. The aim of the present study was first to validate the job 
embeddedness construct by comparing the results from previous studies. One 
additional contribution was to develop and validate the measures of occupational 
embeddedness from the established job embeddedness scales. The second purpose of 
this study was to explore whether age moderates the relations between job I 
occupational embeddedness and intention to change job I occupation, and whether 
there are age differences in job and occupational embeddedness. Results proved the 
validity of both composite job and occupational embeddedness constructs as well as 
global job and occupational embeddedness constructs. Besides, it was found that age 
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has a significant moderation effect on the relations between occupational 
en1beddedness and intention to change occupation. Specifically, people who were 
older were less inclined to change occupation, even when they were not 
occupationally embedded. Lastly, this study demonstrated significant differences in 
the magnitude of various dimensions of job I occupational embeddedness and overall 
job I occupational embeddedness levels across ages. In general, older adults were 
more embedded into their job I occupation. Possible underlying mechanisms of the 
moderating effect, study limitations, future research and the implications of this 
study were discussed. 
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CHAPTER 1. INTRODUCTION 
Background 
No matter during economic growth or economic recession, one of the most 
challenging questions for organizations is to retain valued employees (Holtom, 
Mitchell & Lee, 2006). An UK based HR consultancy firm Taleo (2008) conducted a 
study in the UK and found that retaining talent within organizations was the number 
one challenge for companies. Thirty percent of senior human resources managers 
interviewed indicated it as the biggest challenge. Another consultancy firm, Hudson 
(2005) also conducted a survey in Asia Pacific countries and found that 88 percent of 
companies in China and Hong Kong reported that they have experienced staff 
turnover in the past year, and 31 percent of the companies across the Asia Pacific 
region saw retention as the greatest HR challenges in the coming years. These show 
that we should pay more attention to the problem of turnover and retention. 
For many years, researchers have been trying to explore factors of people to 
leave the organization, and most turnover theories suggest that people leave when 
they are not satisfied with the job and when job alternatives are available. This focus 
on job satisfaction, job commitment and job alternatives has dominated the study of 
voluntary turnover (Lee, Mitchell, Sablynski, Burton & Holtom, 2004). Yet, research 
also indicated that work attitudes and job alternatives only play a relatively small role 
in retention and turnover (Griffeth, Horn, & Gaertner, 2000), as these variables 
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seldom explain more than 10 percent of variance. This suggested that many other 
important factors are involved in predicting retention or turnover. 
Recently, besides job turnover, scholars have been paying attention to issues of 
job stability. A relatively new construct named job embeddedness was first 
introduced by Mitchell, Holtom, Lee, Sablynski and Erez (200 1) in 2001. This 
construct is more focused on why people stay rather than why they leave, and 
captures a broad range of ideas that influence employees' retention in an 
organization, including both on-the-job (organizational) and off-the-job (community) 
factor. Besides job embeddedness, Feldman and Ng (2006) also suggested a similar 
construct called occupational embeddedness, which focuses on why people stay in a 
particular occupation, and captures ideas that influence employees' retention in an 
occupation. 
As both job and occupational embeddedness are relatively new concepts and not 
many study have been conducted before, the main objective of the present study was 
first to validate the construct by comparing the results with previous studies. To my 
best knowledge, this study was the first study to examine job and occupational 
embeddedness in Chinese context. Besides correlation analyses, structural equation 
modeling analyses was used to examine the construct and its possible consequences. 
One additional contribution of the current study was to develop and validate the 
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measures of occupational embeddedness from the established job embeddedness 
scales and to understand more about its attributes. This was the first empirical study 
on occupational embeddedness. 
The second purpose of this study was to explore whether age moderates the 
relations between job I occupational embeddedness and intention to change job I 
occupation, and whether there are age differences in job and occupational 
embeddedness. 
By understanding the nature of embeddedness more deeply, organizations could 
have a deeper understanding and a clearer concept on how to customize retention 
programs for different employees in order to retain them more effectively. 
Overview ofjob and occupation embeddedness 
Job embeddedness can be described as "the totality of forces that keep people in 
their current employment" (Ng & Feldman, 2007). A person who has more roles, 
responsibilities and relationships would have a more complex web, and therefore is 
more embedded than someone who has fewer. Embeddedness has several key aspects 
and is summarized into three dimensions, which are links, fit and sacrifice, and they 
are important both in the organization and in the community. The three dimensions 
are further explained below. 
Links are formal or informal connections between an individual and institutions 
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or other people. In organization, links refer to all sorts of connections within the 
organization, such as relationship with customers and colleagues, and in community, 
it addresses connections within the community, such as relationships with family 
members and the church. This also recognizes influences from family and other 
social institutions to the individuals. 
Fit is defined as an employee's perceived compatibility or comfort with an 
organization and with his or her environment. For organization, this includes fitting 
employee's personal values, career goals and plans with the larger corporate culture, 
and fit their job knowledge, skills and abilities with the demand of the job. For 
community, this includes fitting individual's preference of weather, culture and 
amenities with the place they live in. 
Sacrifice is the cost of perceived material or psychological benefits that are 
forfeited by leaving the organization or community. When leaving an organization, 
the employee is likely to have personal losses such as losing contact with colleagues 
and losing non-portable benefits like stock option. The greater the perceived sacrifice 
in leaving, the more difficult it is for the employee to leave. For leaving a 
community, it is an issue when one has to relocate and may probably need to give up 
the contact with friends or family in the current community. Leaving a community 
that is attractive, safe and where one is liked or respected is difficult. 
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In conclusion, for job embeddedness construct, there are six dimensions in total: 
links, fit and sacrifice which are associated with the organization and community of 
the individual. Organizational fit, links and sacrifice predict on-the-job 
(organizational) embeddedness, and community fit, links and sacrifice predict 
off-the-job (community) embeddedness. This construct addresses not only 
organization-related issues, but extends to tap on employee attachment to the 
community. 
Mitchell et al. (200 1) believe that besides on-the-job embeddedness that is 
apparently related to job stability, off-the-job embeddedness also contributes to job 
stability. While off-the-job embeddedness may be more crucial when relocation is 
needed, even a new job without relocation may disturb an employee's general life 
pattern. Changing job without relocation may cause rearrangement of some 
community issues. For example, if the new job requires the individual to work at 
night, he I she may need to rearrange his I her schedule and sacrifice the time that is 
originally planned to spend with family or friends. This may affect the links, fit and 
sacrifice of community dimension all at the same time. 
In Mitchell et al. (200 1) article, the authors compared job embeddedness 
construct with other job related constructs such as organization commitment, job 
satisfaction, cost of quitting, person-organization fit and organizational identity. They 
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concluded that although the dimensions of job embeddedness have similar properties 
with some job related constructs, there are also important differences. Job 
embeddedness is broader than any of the constructs discussed in previous literature. 
It includes an assessment of both occupation and community factors that are not 
measured in other constructs. In addition, its nature is less affective than most of the 
constructs that dominate the research. Job embeddedness represents a general 
attachment construct that assesses the extent to which people feel attached, 
regardless of why they feel so. In conclusion, job embeddedness is conceptually 
unique. 
The composite measure of job embeddedness (Mitchell et al., 2001) is formed 
by adding the equally weighted dimensions together, assuming the whole job 
embeddedness construct is equal to the sum of its part. Mitchell and his colleagues 
(200 1) provided some initial empirical support for this construct. Firstly, they 
demonstrated that people who were high in overall composite job embeddedness had 
less intention to leave and had fewer turnover behaviors. In addition, each of the six 
components of embeddedness was significantly related to turnover. Lastly, job 
embeddedness significantly predicted turnover after the effect of job satisfaction, job 
commitment, job search behaviors and perceived job alternatives were controlled for. 
There was also a study investigating if there are cultural differences in job 
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embeddedness (Mallol, Holtom and Lee, 2007). This study assessed whether there 
are significant differences between Hispanics and Caucasians in job embeddedness 
and voluntary turnover. Results indicated that in general, Hispanics tended to be 
more embedded into their communities than Caucasians. This showed a cultural 
difference in job embeddedness. Also, after controlling for job satisfaction and 
organizational commitment, job embeddedness was significantly and negatively 
correlated to voluntary turnover among Hispanic employees, showing that the idea of 
job embeddedness could be generalized to Hispanic employees as well. 
As individuals can embed into their own job, they can also be embedded into 
their occupation. Rhodes and Doering ( 1993) suggested that occupation related 
variables such as occupation satisfaction, occupation commitment and intention to 
change occupation could be derived from similar job variables. Therefore, it is 
reasonable to derive the concept of occupational embeddedness from job 
embeddedness as well. Occupational embeddedness is defined as the "totality of 
forces that keep people in their current occupation" (Ng & Feldman, 2007). These 
forces, similar to job embeddedness, consist of fit, links and sacrifice. Fit in 
occupational embeddedness represents the extent to which an individual's abilities 
match with occupational requirements and an individual's interests match with 
occupational rewards. Links refer to the extent to which individuals have connection 
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to other people in the occupation. Sacrifice is the losses which individuals would 
incur by leaving their occupation. So for the construct of occupational 
embeddedness, there are both on-the-occupation embeddedness and 
off-the-occupation (community) embeddedness factors as well. 
In the current study, it was hypothesized that similar to previous studies, people 
who are high in composite job embeddedness are less inclined to change job. For 
occupational embbededness, as we hypothesized that occupationally related variables 
could be derived from job related variables and demonstrate similar attributes, it was 
hypothesized that people who are high in composite occupational embeddedness are 
less inclined to change occupation. 
Hla: Composite job embeddedness is negatively related to intention to change job. 
Hl b: Composite occupational embeddedness is negatively related to intention to 
change occupation. 
In this study, structural equation modeling analyses were used to examine the 
construct and its possible consequences. Figures of composite job embeddedness 
(Figure 1) and composite occupational embeddedness (Figure 2) and there 
consequences were included in order to have a clearer illustration of the model. In 
this study, the following hypotheses were made in order to test the fit of the model. 
For composite job embeddedness, 
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H2a: Community embeddedness has a significantly negative relation with intention 
to change job. 
H2b: Organization embeddedness has a significantly negative relation with intention 
to change job. 
H3: Intention to change job has a significantly positive relation with job search 
behavior. 
For composite occupation embeddedness, 
H4a: Community embeddedness has a significantly negative relation with intention 
to change occupation 
H4b: Occupation embeddedness has a significantly negative relation with intention 
to change occupation. 
H5: Intention to change occupation has a significantly positive relation with 
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Composite measure ofjob embeddedness and global measure of job embeddedness 
Crossley et al. (2007) speculate that the assumption made by Mitchell et 
al.(200 1) which the whole job embeddedness construct is equal to the sum of its part 
might be inadequate. First, it may omit some areas that might be important to the 
individual or include some areas that might be irrelevant. Also, combining scales by 
addition may ignore the importance that individuals place on different dimensions 
when a summary perception is formed (Rice, Gentile, & McFarlin, 1991 ). In other 
words, the summary perception may actually be different from the sum of its part as 
mental processing occurs when summary perception is formed. 
Crossley et al. (2007) thus proposed a global measure of job embeddedness 
which assesses overall impression of job embeddedness by asking general questions, 
so that respondents can subjectively weigh various dimensions of job embeddedness 
and may even incorporate additional relevant information that might have been 
omitted from the composite measures. For instance, the global measure of job 
embeddedness allows people whose job change does not require relocation put less 
weight on community-related aspects while allowing those who would have to 
relocate to put a greater weight on this dimension. The measures was developed by 
Crossley et al. (2007) which aims to overcome the limitations and serves as a 
companion to the composite measure of job embeddedness. 
The follow up study conducted by Crossley et al. (2007) found that global job 
embeddedness measure correlated quite strongly with both on-the-job and off-the job 
dimensions of composite job embeddedness, which demonstrated convergent 
validity. It also found that although global measure of job embeddedness shared 
meaningful variance with the community dimension of the composite measure, the 
correlations were smaller than the correlations between the global measure and the 
overall composite measure, suggesting that the community dimension may be 
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overweighed in the composite measure among some samples. In the other words, the 
whole construct may not be equal to the sum of its parts. 
In the current study, the global measure of job embeddedness was explored and 
validated. It was hypothesized that the results would be similar to Crossley et al. 
(2007) study. 
H6a: Global job embeddedness is negatively related to intention to change job. 
H6b: Global job embeddedness measure is positively correlated with both on-the-job 
and off-the-job dimensions of composite job embeddedness. 
H6c: The correlations between global job embeddedness and off-the-job dimension 
of job embeddedness are smaller than the correlations between the global measure 
and the overall composite measure. 
The global measure of occupational embeddedness were also explored and 
validated. It was hypothesized that the results would be similar to the global measure 
of job embeddedness. 
H7a: Global occupational embeddedness is negatively related to intention to change 
occupation. 
H7b: Global occupation embeddedness measure is positively correlated with both 
on-the-occupation and off-the-occupation dimensions of composite occupation 
embeddedness. 
H7c: The correlations between global occupation embeddedness and 
off-the-occupation dimensions of embeddedness are smaller than the correlations 
between the global measure and the overall composite measure. 
Age as possible moderator of relations between embeddedness and intention to 
change 
The second purpose of this study was to explore whether age moderates the 
relations between job I occupational embeddedness and intention to change job I 
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occupation. Life span related theories such as Carstensen's socioemotional selectivity 
theory, Super's life-span, life-space model, and theories that explore changes of 
intellectual abilities across age would be introduced to speculate the potential roles of 
age in job and occupational embeddedness. 
Literature review on socioemotional selectivity theory 
When people age, the rate of social interaction decline (Field & Minkler, 1988) 
and their social networks are getting smaller (Lee & Markides, 1990). 
Socioemotional selectivity theory (SST, Carstensen, 1993, 1995, 1998; Charles & 
Carstensen, 1999) was proposed to explain the phenomenon, which the decline in 
social interaction rate is the motivational adaptive response due to the reduction in 
time perception. SST is a life span theory of motivation which posits that time 
perspective is heavily involved in human motivation and goal directed behavior. 
Although the same set of goals operate throughout life, the relative importance and 
priority of different types of goals changes as perceived time left in life shortens. 
When people perceive their life as getting shorter, their attention, preference and 
investment would be shifted from future-oriented, knowledge related goals to more 
present-oriented, emotionally meaningful goals. This future-oriented, knowledge 
related goals are about one's effort on personal development, expanding one's 
horizons, expanding social contacts that might be helpful in the future, and to strive 
for achievement in life. Knowledge seeking is more important than emotionally 
meaningful goal in the early years of life when one's knowledge is limited and the 
future is perceived as open-ended. Yet when one is getting older, when people have 
gained certain amount of knowledge and achievement, and when future is perceived 
as less open-ended, attention to current state is increased, and people would perceive 
emotional oriented goal, such as developing deep emotional relationship with family 
and friends (Fung, Cars tens en & Lang, 2001) as more important. These changes lead 
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to age differences in social and environmental preference ( Carstensen, Fung & 
Charles, 2003). 
Time perspective could be constrained at a specific situation. For example, as 
the time for a person to graduate from college or relocate to other country 
approaches, the time perspective on this particular context would be decreased, while 
the global time perspective can remain expansive (Lockenhoff & Carstensen, 2004). 
In a research conducted by Fredrickson ( 1995), he showed that graduating senior 
reported greater emotional involvement with close friends than students who were 
not graduating. Again, when endings are primed, people focus on the present rather 
than on the future, and this increases the value that individual places on emotion 
oriented goal (Carstensen, Isaacowitz & Charles, 1999). Therefore, the concept of 
socioemotional selectivity is feasible to be applied in work context. 
As older adults are motivated to engage in present, emotionally oriented goals 
rather than future, knowledge oriented goal, they are less likely to change job or 
occupation as this may take time away from them since they have to adapt to new 
environment, which is contradictory with their goal priorities. 
Supers life-span, life-space model 
Super's (1957, 1984) life-span, life-space model proposed that the number of 
roles individuals play and the salience attached to those roles vary across career 
stages. As individuals age, they are likely to play different roles both at work and 
outside of work. 
For older adult, as many of them have formed their own family and have 
children in this stage of life, non-work life becomes more salient and achieving 
work-non work balance becomes important. Once a balance between work and 
family has been achieved, many individuals are reluctant to upset this balance. 
Bischof (1969) observed that individuals in this stage fear that any major changes in 
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their career would also bring major disruption to their families and significant others. 
Griffeth et al. (2000) found that the number of dependent children that an individual 
got was negative related to his voluntary job turnover. Again, this model suggests 
that older adults may be more reluctant to change job and occupation in order to 
prevent the upset of work-life balance. 
Change in intellectual abilities across age 
Kanfer and Ackerman (2004) proposed that when people are getting older, their 
fluid intellectual abilities are likely to be decreased and their crystallized abilities are 
likely to be increased. One example of utilizing fluid intellectual abilities would be 
learning new skills. For crystallized intellectual abilities, one example would be the 
professional knowledge that one accumulates across age. In the other words, more 
effort would be needed to compensate the decrease in fluid intellectual abilities if the 
job has high demand on it. Therefore, it is likely for older adults to avoid situations 
where fluid intellectual abilities are highly needed and increase in interest when they 
can demonstrate their crystallized abilities (Dweck & Leggett, 1988), as it can 
maintain their self-concept and self efficacy. The level of demand on fluid and 
crystallized intellectual abilities may mediate the motivation level of older workers. 
In conclusion, the change of cognitive abilities in older adults may cause them 
to be more reluctant to change job or occupation, as changing job and occupation 
often requires the utilization of fluid intellectual abilities due to the needs on 
adapting to the new environment and learning new skills. 
In summary of the above life-span related theories, it was suggested that older 
adults may be more reluctant to change job and occupation. I proposed that older 
adults may be more reluctant in changing occupation than in changing job, as 
changing occupation often requires more time and resources to adapt to the new 
environment and learn new work related skills than changing job. The following 
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hypotheses related to the possible role of age in affecting the relations between job I 
occupational embeddedness and intention to change were made. 
H8a: The negative association between community embeddedness and intention to 
change job would be decreased as age increases. 
H8b: The negative association between organization embeddedness and intention to 
change job would be decreased as age increases. 
H9a: The negative association between community embeddedness and intention to 
change occupation would be decreased as age increases. 
H9b: The negative association between occupation embeddedness and intention to 
change occupation would be decreased as age increases. 
Possible age differences in job and occupational embeddedness 
In the previous job and occupational embeddedness study, there was no study 
investigating the relation between age and job I occupational embeddedness. In the 
present study, I proposed that there would be age differences in job and occupational 
embeddedness. Older adults would be higher in on-the-job, on-the-occupation and 
off-the-job dimensions of embeddedness. 
First of all , as age is likely to be positively correlated with one's tenure in the 
company I profession and the duration that an individual stays in the community, it is 
reasonable to propose that as age increases, one's links to community, organization 
and occupation would be strengthened. For example, it is more likely for older adults 
to be married and own a house than younger adults. All these contribute to links to 
community. For links to organization and occupation, as it taps on one's tenure 
directly, it is also reasonable to propose that age would be directly related to links to 
organization and occupation. 
HlOa: Older adults have a stronger magnitude on links-community than younger 
adults. 
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HlOb: Older adults have a stronger magnitude on links-organization than younger 
adults. 
Hl Oc: Older adults have a stronger magnitude on links-occupation than younger 
adults. 
Regarding the fit to organization and occupation, there is a motivational shift 
from focusing on negative stimuli to positive stimuli as people age (Rozin & 
Royzman, 2001). Younger adults have a tendency to process negative information 
more thoroughly than positive information and to weigh negative information more 
heavily in impression formation, memory and decision making. In contrast, older 
adults tend to recall and process more positive than negative material. This is a 
phenomenon called age-related positivity effect (Carstensen & Mikels, 2005). 
Moreover, the maintenance stage of career is a period when individuals reconcile 
discrepancies between their initial career goals and their accomplishments (Hall & 
Mirvis, 1995; Rosen & J erdee, 1990). This cognitive dissonance helps individuals in 
maintenance stage, which is likely to be older adults, to think more positively about 
the decisions they made earlier in their career life and to justify the present work life 
(Schacter, 2001 ). This memory distortion enhances self-perceptions of 
person-organization fit and person-occupation fit. Therefore, it is proposed that as 
age increases, individual's perception of fit to organization and occupation would be 
increased as well. 
H11a: Older adults have a stronger magnitude on fit-organization than younger 
adults. 
H11 b: Older adults have a stronger magnitude on fit-occupation than younger adults. 
For organization and occupation related sacrifice, as older adults are likely to 
invest more time to build the links in community and organization, to build up both 
generalizable and job-specific skills, and make more contribution to the present work 
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setting compare with younger adults (Ng & Feldman, 2007), therefore as age 
increases, the sacrifice to leave a job or occupation is also proposed to be increased. 
Hl2a: Older adults have a stronger magnitude on sacrifice-organization than younger 
adults. 
Hl2b: Older adults have a stronger magnitude on sacrifice-occupation than younger 
adults. 
Finally, as fit to organization and occupation, links to organization, occupation 
and community and sacrifice to organization and occupation were proposed to be 
increased across age, it was also proposed that older adults would tend to be more 
embedded both in overall job and occupation embeddedness. 
Hl3a: Older adults have a stronger magnitude on job embeddedness than younger 
adults. 
Hl3b: Older adults have a stronger magnitude on occupational embeddedness than 
younger adults. 
Present study 
The aims and hypotheses of this study were summarized as below. First, the aim 
of this study was to replicate the study of job embeddedness in Hong Kong Chinese 
context, in order to check if the results could be generalized. Second, as there was no 
empirical study on occupational embeddedness before, I would like to study it in this 
thesis. I hypothesized that the relations between occupational embeddedness and 
various occupationally related constructs would be similar to the relations between 
job embeddedness and various job related constructs. Thirdly, I would also like to 
investigate the interaction effect of age on the relations between job embeddedness 
and intention to change job. As there was no empirical study on occupational 
embeddedness before, I would like to study it as well. I hypothesized that the 
relations between occupational embeddedness and intention to change occupation 
Job embeddedness 20 
would be similar to the relations between job embeddedness and intention to change 
job. Lastly, I would like to investigate the effect of age on the magnitude of job and 
occupational embeddedness. 
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CHAPTER 2. METHOD 
Participants 
Convenient sampling was used for the data collection of this study. A total of 
239 full time employees in between 18 to 60 years old working in Hong Kong were 
participated in this study. One hundred and thirty-nine participants were in between 
age 18 to 34 and 102 participants were in between age 35 to 60. One participant did 
not indicate his I her age. Ninety-three males and 141 females were participated, with 
five participants did not indicated their gender. Occupations of the participants were 
summarized in Table 1. The participants were asked to complete a set of 
questionnaire including all the measures listed below. All English inventories were 
translated into Chinese, and back translated by a psychology graduate student who 
was not involved in the study to ensure the consistency of the meanings. 
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Future time perspective scale (FTP). This scale was developed by Carstensen 
and Lang ( 1996). Items included statements assessing participants' view of the 
open-endedness of their future and were answered on a 7 -point response scale with 
responses ranging from not at all to very much. Higher scores on this scale indicate 
extended time perspective. In this study, the scale was adapted to a work life context 
in order to fit into our study design. The internal consistency reliability of the scale 
was satisfactory (a = . 79). 
Composite measure ofjob embeddedness. Composite job embeddedness was 
measured by the 40-item scale developed by Mitchell et al. (2001). All facets except 
links-community and links-organization used a 5-point response scale (five equals 
strongly agree). Links-community and links-organization were in Yes I No and 
number format. Fit-organization subscale comprised 9 items, such as "My coworkers 
are similar to me". Links-organization included 7 items, such as "How many 
coworkers are highly dependent on you?". Sacrifice-organization was composed of 
10 items, such as "I would sacrifice a lot if I left this job". The 5-items 
fit-community subscale included items such as "Where I live offers the leisure 
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activities that I like". Links-community were assessed with a 6-items subscale 
composed of items such as "Are you currently married?" and "Do you own the home 
you live in?". The sacrifice-community subscale was composed of 3 items, such as 
"People respect me a lot in my community". Mitchell et al. (200 1) stated that as job 
embeddedness is not a unified construct but a multidimensional aggregate of the 
organization and community forces that might keep someone at a job, therefore high 
correlations among dimensions were not expected, and so internal consistency was 
not a meaningful measure of reliability. The internal consistency of the sub scales was 
as follow. For sacrifice-community dimension, the alpha was .35 which was quite 
low. For fit-community dimension, the alpha was .82 which was satisfactory. For 
sacrifice-organization dimension, the alpha was .84. For fit-organization dimension, 
the alpha was .90 which was good. For links-community and links-organization 
dimensions, as these two dimensions were measured in Yes I No and number 
formats , Cronbach's alpha coefficient was not applicable. CFA results showed that 
the two-factor model (on-the-job and off-the-job embeddedness) fitted significantly 
better than a one-factor model. 
Composite measure of occupational embeddedness. Composite occupational 
embeddedness scale was developed in this study by adapting questions from 
composite job embeddedness scale. For example, the fit-organization item "My 
coworkers are similar to me" was adapted to tap on fit-occupation dimension by 
changing the wordings to "People working in this industry are similar to me". For 
items that test sacrifice-organization such as "I would sacrifice a lot if I left this job", 
the wordings were changed to "I would sacrifice a lot if I left this industry" to test 
sacrifice-occupation. For the internal consistency reliability of sacrifice- occupation 
dimensions, the alpha was .77. For fit- occupation, the alpha was .91 which was 
good. CFA results showed that the two-factor model (on-the-occupation and 
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off-the-occupation embeddedness) fitted significantly better than a one-factor model. 
Global measure of job embeddedness. Global job embeddedness was measured 
by the 7-item scale developed by Crossley, Bennett, Jex and Burnfield (2007). The 
scale was in 5- point scale format, and asked general questions regarding how 
embedded people were in their job, regardless of personal reasons. For example, 
there were items like "I feel attached to this organization", and "I'm too caught up in 
this organization to leave". The Cronbach's alpha coefficient was .84. 
Global measure of occupational embeddedness. Global occupational 
embeddedness scale was developed in this study by adapting questions from global 
job embeddedness scale. For example, item like "I feel attached to this organization" 
was adapted to test occupational embeddedness by changing the wordings to "I feel 
attached to my occupation". The Cronbach's alpha coefficient was .83. 
Job satisfaction. Job satisfaction was measured by the three items overall 
satisfaction subscale of Michigan Organizational Assessment Questionnaire 
(Cammann et al., 1979). The items were "All in all I am satisfied with my job", "In 
general, I don't like my job", and "In general, I like working in this organization". 
For each item there were seven response choices ranging from strongly disagree to 
strongly agree. The internal consistency reliability of the scale was satisfactory (a = 
.85). 
Occupational satisfaction. This was to measure participant's satisfaction with 
his I her occupation. This is conceptually distinct to job satisfaction, as occupational 
satisfaction describes individual's satisfaction with his I her occupation, which 
should not be affected by individual's satisfaction with the organization or the 
position that the individual is working. The scale was developed by adapting 
questions from overall satisfaction sub scale of Michigan Organizational Assessment 
Questionnaire (Cammann et al., 1979). For example, "In general, I like working in 
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this organization" was adapted by changing the wordings to "In general, I like 
working in this industry". The internal consistency reliability of the scale was 
satisfactory (a= . 79). 
Organization commitment. Eight-item affective commitment scale (Meyer 
and All en, 1997) was measured. It consisted of items such as "This organization has 
a great deal of personal meaning for me" and "I do not feel a strong sense of 
belonging to my organization". The Cronbach's alpha coefficient was .74. 
Occupation commitment. Participant's commitment to his I her occupation 
was measured. This is conceptually distinctive with job commitment, as this 
describes individual 's commitment to his occupation, but not about factors related to 
individual's organization or position. The scale was developed in this study by 
adapting questions from Meyer and Alien's (1997) affective commitment scale. Items 
like "This organization has a great deal of personal meaning for me" were rephrased 
to "This industry has a great deal of personal meaning for me". The Cronbach's alpha 
coefficient of this eight-item scale was .63. 
Job alternatives . Two items which were adapted from Lee and Mowday's 
(1987) study were used. The items were "What is the probability that you can find an 
acceptable alternative to your job?" and "If you search for an alternative job within a 
year, what are the chances you can find an acceptable job"? The internal consistency 
reliability of the scale was satisfactory (a = . 79). 
Occupational alternatives. This was used to measure participant's perception on 
alternatives to change occupation. Items were adapted from job alternatives measures 
(Lee and Mowday, 1987). For example, the item "What is the probability that you 
can find an acceptable alternative to your job?" was rephrased to "What is the 
probability that you can find an acceptable alternative to your job in different 
industry from what you are working now?" The items in the scale were internally 
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consistent (a= .85). 
Job search behavior index. To measure actual job search behavior activity, 
Blau's (1994) job search behavior scale was used. The scale contained three items, 
which included behaviors like "Read the help wanted I classified ads in a newspaper, 
journal or professional association", "Prepare I revise your resume" and "Send out 
resumes to potential employers". Participants were asked to indicate the frequency 
which they carried out each behavior within the last six months on a 5-point scale, 
which one represents never and five represents very frequent (at least ten times). The 
items in the scale were internally consistent (a = .85). 
Occupation search behavior index. Actual occupation search activity was 
measured by developing an occupation search behavior index in this study, which the 
format was similar to the job search behavior index. There were six items, examples 
included "Talk to friends or relatives about possible changes in occupations I 
industries", and "Take relevant courses that would be helpful to change to other 
occupations I industries". Change in occupations I industries was always emphasized 
in the measure. The internal consistency reliability of the scale was satisfactory (a = 
.86). 
Intention to change job. Three items were adapted from study conducted by 
Horn, Griffeth and Sellaro ( 1984 ). Items were "Do you intend to leave the 
organization in the next 12 months?", "How strongly do you feel about leaving the 
organization within the next 12 months?", and "How likely is it that you will leave 
the organization in the next 12 months?". The internal consistency of the measure 
was high (a= .93). 
Intention to change occupation. This scale was developed in this study based on 
the intention to change job scale. For examples, item like "Do you intend to leave the 
organization in the next 12 months?" was rephrased to "Do you intend to change 
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occupation in the next 12 months?". The internal consistency of the measure was 
high (a= .94). 
Voluntary turnover. After three months of administrating the initial 
questionnaire, a short survey was sent to the participants for voluntary job I 
occupation turnover information. Participants were first asked if he or she has 
changed job after participating in the initial questionnaire. If yes, then questions such 
as "Is the changing of job voluntary or involuntary?", "What is your job position 
now?", and "What is the industry you are working?" were asked. The response rate 
was 87 out of 239 (36.40o/o). Unfortunately, as only two out of 87 participants 
indicated a voluntary job turnover, the base rate was too small for analysis. 
Therefore, analysis related to turnover was not available in the present study. 
Demographics. Personal information such as age, gender, marital status, job 
position, tenure in the organization and industry were asked. 
Procedure 
The study was mainly conducted online through a computer website called 
Survey Monkey, and paper and pencil questionnaire was used when necessary. First 
of all, screening questions were asked to ensure that the participants were eligible for 
the study. Then, items of various measures were asked. The whole questionnaire took 
around twenty minutes to finish. After three months of initial participation, 
participants were reached via email or phone call for another follow up survey which 
voluntary turnover information were obtained. This survey only took about two 
minutes to finish. A lucky draw was provided to encourage participation and two 
participants were chosen randomly to receive a HK$500 bonus. 
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CHAPTER 3. RESULTS 
Evidence of construct validity of composite job and occupational embeddedness 
The means, standard deviations, and bivariate correlations of the full sample are 
presented in Table 2 and 3. First, the aim of this study was to replicate the study of 
job embeddedness in order to check if the results could be generalized to the Hong 
Kong Chinese context. Similar to previous studies (Mitchell et al., 2001 ), the 
correlations showed that composite job embeddedness was related to some other 
work-related constructs. First of all, composite job embeddedness was positively and 
moderately correlated with job satisfaction (r = .56, p<.O 1) and organization 
commitment (r = .56, p<.O 1 ). As further evidence of convergent validity, 
fit-organization - the dimension of composite job embeddedness which was 
hypothesized to be most closely related to the job related affective measures- was 
positively and strongly correlated with job satisfaction (r = . 77, p<. 01) and 
organization commitment (r = .71, p<.Ol). Also, composite job embeddedness was 
negatively related to intention to change job (r = -.35, p<.Ol) and job search behavior 
(r = -.17, p <.Ol). Therefore, hypothesis la was supported. For discriminant validity, 
the nonaffective dimensions of embeddedness were only weakly related to the 
traditional job measures. For example, links to organization was not significantly 
correlated with job satisfaction (r = .08, n.s) and just correlated lowly with 
organizational commitment (r = .15, p<.05). Also, the community-based 
subdimensions of embeddedness exhibited generally lower correlations with job 
satisfaction and organizational commitment than organization-based subdimensions 
of embeddedness. In conclusion, data indicated evidence of convergent and 
discriminant validity for composite job embeddedness. 
For composite occupation embeddedness, similar to composite job 
embeddedness, it was positively and moderately correlated with occupation 
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ti faction (r = .54, p<.01) and occupation commitment (r = .50, p<.01). For 
evidence of convergent validity, fit-occupation was positively and strongly correlated 
with occupation satisfaction (r = .72, p<.01) and occupation commitment (r =.58, 
p<.O 1 ). Occupation embeddedness was also negative related to intention to change 
occupation (r = -.31, p<.01) and occupation search (r = -.24, p<.01). Therefore, 
hypothesis 1 b was supported. For discriminant validity, links-occupation was not 
highly correlated with occupation satisfaction (r = .14, p<.05) and occupation 
commitment (r =.19, p<.O 1 ). Also, same as composite job embeddedness construct, 
the community-based dimensions of composite occupation embeddedness exhibited 
generally lower correlations with occupation satisfaction and occupation 
con1mitment than their occupation-based sundimensions. In sum, data also indicated 
evidence of convergent and discriminant validity for composite occupation 
embeddedness. 
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Table 2. The mean and standard deviations of the measured variables 
1. Age (in year) 
2. Tenure (in month) 
3. Length of time working in the industry (in month) 
4. Future time perspective 
5. Links - community 
6. Sacrifice - community 
7. Fit- community 
8. Community embeddedness 
9. Links - organization 
10. Sacrifice - organization 
11. Fit - organization 
12. Organization embeddedness 
13. Composite job embeddedness 
14. Links- occupation 
15. Sacrifice - occupation 
16. Fit - occupation 
17. Occupation embeddedness 
18. Composite occupation embeddedness 
19. Global job embeddedness 
20. Global occupation embeddedness 
21. Job satisfaction 
22. Organization commitment 
23. Job alternatives 
24. Intention to change job 
25. Job Search behavior 
26. Occupation satisfaction 
27. Occupation commitment 
28. Occupation alternatives 
29. Intention to change occupation 































































Job embeddedness 3 1 
Table 3. Correlations among measured variables 
1 2 3 4 5 6 7 
l.Age 1.00 
2. Future time perspective -.41 ** 
3. Links- community .27** -.07 
4: Sacrifice - community .16* .14* .23** 
5. Fit - community .23** .13* .31 ** .49** 
6. Community embeddedness .31 ** .12 .58** .76** .84** 
7. Links - organization .54** -.24** .31 ** .05 .20** .23** 
8. Sacrifice - organization .12 .28** .11 .17** .31 ** .30** .25** 
9. Fit - organization .15* .35** .04 .15* .37** .27** .17* 
1 0. Organization embeddedness .32** .20** .17** .14* .34** .36** .56** 
11. Composite job embeddedness .38** .20** .44** .51** .69** .79** .50** 
12. Links - occupation .45** -.19** .25** -.01 .14* .15* .71 ** 
13. Sacrifice - occupation .13 .24** .07 .17** .29** .27** .21 ** 
14. Fit - occupation .17** .32** .04 .15* .38** .29** .19** 
15. Occupation embeddedness .30** .19** .13* .10 .32** .33** .44** 
16. Composite occupation .37** .19** .43** .50** .69** .79** .42** 
embeddedness 
17. Global job embeddedness .19** .10 .10 .10 .22** .20** .28** 
18. Global occupation .19** .09 .02 .12 .22** .19** .24** 
embeddedness 
19. Job satisfaction .17** .27** -.01 .14* .34** .25** .08 
20. Organization commitment .18** .21 ** .06 .20** .25** .25** .15* 
21. Job alternatives -.24** .34** -.04 .08 .09 .04 -.20** 
22. Intention to change job -.23** .07 -.10 -.10 -.12 -.15* -.21 ** 
23. Job Search behavior -.21 ** .07 -.03 -.07 -.08 -.07 -.13 
24. Occupation satisfaction .12 .26** -.07 .12 .31 ** .21 ** .09 
25. Occupation commitm.ent .21 ** .10 .01 .22** .20** .22** .21 ** 
26. Occupation alternatives -.25** .38** .01 .04 .08 .04 -.15* 
27. Intention to change occupation -.18** .03 -.03 -.11 -.09 -.12 -.14* 
28. Occupation search behavior -.20** .00 -.04 -.16* -.08 -.12 -.14* 
Note. * p<.05; **p<.Ol 
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8 9 10 11 12 13 14 
1. Age 
2. Future time perspective 
3. Links - community 
4. Sacrifice- community 
5. Fit- community 
6. Community embeddedness 
7. Links - organization 
8. Sacrifice - organization 
9. Fit - organization .66** 
1 0. Organization embeddedness .84** .79** 
11. Composite job embeddedness .72** .67** .86** 
12. Links - occupation .21 ** .17** .43** .37** 
13. Sacrifice - occupation .70** .67** .69** .60** .21 ** 
14. Fit - occupation .56** .86** .70** .63** .18** .77** 
15. Occupation embeddedness .64** .72** .83** .73** .54** .85** .84 
16. Composite occupation .59** .63** .75** .93** .44** .70** .72 
embeddedness 
17. Global job embeddedness .69** .67** .71 ** .58** .29** .56** .53 
18. Global occupation .54** .54** .57** .48** .28** .74** .68 
embeddedness 
19. Job satisfaction .58** .77** .64** .56** .10 .51** .62 
20. Organization commitment .59** .71 ** .65** .56** .15* .52** .56 
21. Job alternatives -.07 .01 -.13* -.06 -.23** .02 .05 
22. Intention to change job -.35** -.40** -.41 ** -.35** -.19** -.26** -.29: 
23. Job Search behavior -.16* -.24** -.19** -.17** -.11 -.10 -.16: 
24. Occupation satisfaction .49** .66** .56** .48** .14* .63** .72 
25. Occupation commitment .44** .55** .53** .47** .19** .58** .58 
26. Occupation alternatives -.03 -.01 -.08 -.03 -.20** -.07 -.05 
27. Intention to change occupation -.31 ** -.37** -.35** -.29** -.17** -.33** -.3 8: 
28. Occupation search behavior -.24** -.30** -.26** -.24** -.11 -.24** -.29: 
Note.* p<.05 ; **p<.Ol 
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15 16 17 18 19 20 21 
1. Age 
2. Future time perspective 
3. Links - community 
4. Sacrifice - community 
5. Fit - community 
6. Community embeddedness 
7. Links - organization 
8. Sacrifice - organization 
9. Fit - organization 
1 0. Organization embeddedness 
11. Composite job embeddedness 
12. Links - occupation 
13 . Sacrifice - occupation 
14. Fit- occupation 
15. Occupation embeddedness 
16. Composite occupation .84** 
embeddedness 
17. Global job embeddedness .58** .50** 
18. Global occupation .71 ** .57** .69** 
embeddedness 
19. Job satisfaction .54** .49** .57** .42** 
20. Organization commitment .53** .49** .64** .43** .74** 
21. Job alternatives -.08 -.03 -.32** -.22** -.09 -.11 
22. Intention to change job -.32** -.29** -.51** -.29** -.52** -.52** .40** 
23. Job Search behavior -.14* -.13* -.32** -.17** -.38** -.28** .24** 
24. Occupation satisfaction .64** .54** .44** .60** .76** .56** -.09 
25. Occupation commitment .58** .50** .51** .62** .52** .67** -.17** 
26. Occupation alternatives -.14* -.07 -.22** -.33** -.08 -.09 .61 ** 
27. Intention to change -.37** -.31 ** -.42** -.45** -.49** -.41 ** .29** 
occupation 
28. Occupation search behavior -.27** -.24** -.34** -.30** -.41 ** -.35** .20** 
Note.* p<.05 ; **p<.01 
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22 23 24 25 26 27 28 
1. Age 
2. Future time perspective 
3. Links - community 
4. Sacrifice - community 
5. Fit - community 
6. Community embeddedness 
7. Links - organization 
8. Sacrifice - organization 
9. Fit - organization 
10. Organization embeddedness 
11. Composite job embeddedness 
12. Links - occupation 
13 . Sacrifice - occupation 
14. Fit- occupation 
15. Occupation embeddedness 
16. Composite occupation 
embeddedness 
17. Global job embeddedness 
18. Global occupation 
embeddedness 
19. Job satisfaction 
20. Organization commitment 
21. Job alternatives 
22. Intention to change job 
23. Job Search behavior 58** 
24. Occupation satisfaction -.38** -.24** 
25. Occupation commitment -.37** -.21 ** .64** 
26. Occupation alternatives .36** .25** -.15* -.24** 
27. Intention to change .77** .51** -.52** -.46** .53** 
occupation 
28. Occupation search behavior .56** .78** -.37** -.32** .34** .64** 
Note.* p <.05; **p<.Ol 
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Structural equation modeling analyses 
In this study, structural equation modeling was used to examine the construct 
and its possible consequences. 1 The model fit of the job embeddedness model was 
tested using the full sample. The fit indexes of the theoretical model was quite 
satisfactory, x2 (50, N=239) = 75.28, p<.OS, NFI=.95, NNFI=.98, CFI=.98, and 
RMSEA=.05. LM test suggested that a path could be added in between the error of 
links - community and error of links- organization. It was justified to add a path in 
between, as both dimensions were tapping on one's link with others, and the format 
of these two measures was both in nominal order which was different from the other 
four dimensions that were in ordinal format. Therefore, the fit of the model with a 
path added in between error of links - community and error of links - organization 
was tested again. The fit indexes of the theoretical model was very satisfactory, x2 
(49, N=239) = 56.43, n.s., NFI=.96, NNFI=.99, CFI=l.OO, and RMSEA=.03. 
Organization embeddedness was negatively associated with intention to change job 
(/3=-1.15, p<.OS). Intention to change job had a significant and positive association 
with job search behavior (/3=.46 , p<.OS). However, community embeddedness was 
not significantly associated with intention to change job. Therefore, hypothesis 2a 
that community embeddedness has a significantly negative relation with intention to 
change job was not supported. Yet for hypothesis 2b that organization embeddedness 
has a significantly negative relation with intention to change job and hypothesis 3 
that intention to change job has a significantly positive relation with job search 
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For occupational embeddedness, the model fit of the proposed model was tested 
using the full sample. The fit indexes of the theoretical model was quite satisfactory, 
x2 (86, N=239) = 137.47,p<.05, NFI=.93, NNFI=.97, CFI=.97, and RMSEA=.05. 
LM test suggested that a path could be added in between the errors of two occupation 
search behavior variables. It was justified to add a path in between these two errors, 
as both variables were tapping on one's occupation search behavior. Therefore, the 
model fit of the model with a path added in between the errors of two occupation 
search behavior variables was tested again. The fit indexes of the theoretical model 
was very satisfactory, x2 (85, N=239) = 107.17, n.s., NFI=.95, NNFI=.99, CFI=.99, 
and RMSEA=.03. Occupation embeddedness was negatively associated with 
intention to change occupation (/3=-.80, p<.05). Intention to change occupation had a 
significant and positive association with occupation search behavior (/3=.57, p<.05). 
However, community embeddedness was not significantly associated with intention 
to change occupation. Therefore, hypothesis 4a that community embeddedness has a 
significantly negative relation with intention to change occupation was not supported. 
Yet for hypothesis 4b that occupation embeddedness has a significantly negative 
relation with intention to change occupation and hypothesis 5 that intention to 
change occupation has a significantly positive relation with occupation search 
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Global job and occupational embeddedness 
In the current study, the global measure of job embeddedness was explored and 
validated. Similar to previous studies (Crossley et al., 2007), the correlations between 
global job embeddedness and job related construct were quite high. The correlation 
between global job embeddedness and job satisfaction was .57, and for organization 
commitment was .64. Compare with composite job embeddedness, global job 
embeddedness was even more negatively related to intention to change job (r =-.51, 
p<.Ol) and job search behavior (r = -.32, p<.Ol). Therefore, hypothesis 6a was 
supported. 
The pattern of strong correlations between global job embeddedness and 
organization (r = .7l,p<.Ol) and community dimensions (r = .20,p<.Ol) of 
composite job embeddedness provided evidence of convergent validity. There was 
also strong correlation between global job embeddedness and composite job 
embeddedness (r =.58, p<.Ol). As global job embeddedness measure was positively 
correlated with both on-the-job and off-the-job dimensions of composite job 
embeddedness, and the correlations between global job embeddedness and 
off-the-job dimension of job embeddedness were smaller than the correlations 
between the global measure and the overall composite measure, both hypotheses 6b 
and 6c were supported. 
In the current study, the global measure of occupational embeddedness was also 
explored. Similar to global job embeddedness, the correlations between global 
occupational embeddedness and occupation related construct were quite high. The 
correlation between global occupational embeddedness and occupation satisfaction 
was .60, and for occupation commitment was .62. Compare with composite 
occupational embeddedness, global occupation embeddedness was even more 
negatively related to intention to change occupation (r = -.45, p<.O 1) and occupation 
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search behavior (r = -.30, p<.01). Therefore, hypothesis 7a was supported. 
The pattern of strong correlations between global occupation embeddedness and 
occupation (r= .71,p<.01) and community dimensions (r= .19,p<.01) of composite 
occupational embeddedness provided evidence of convergent validity. There was 
also strong correlation between global occupation embeddedness and composite 
occupation embeddedness (r = .57,p<.01). As global occupational embeddedness 
measure was positively correlated with both on-the-occupation and 
off-the-occupation dimensions of composite occupational embeddedness, and the 
correlations between global occupational embeddedness and off-the-job dimension 
of occupational embeddedness were smaller than the correlations between the global 
measure and the overall composite measure, both hypotheses 7b and 7 c were 
supported. 
Age moderation effect 
In order to investigate the potential moderation effect by age in the relations 
between job embeddedness and intention to change job and between occupational 
embeddedness and intention to change occupation, multi-group analyses were used. 
The samples were split into two sub-samples, with age from 18 to 34 as one group 
and age from 35 to 60 as another group. According to Levinson (1986), midlife 
transition begins after 40, however, there were theoretical as well as empirical 
evidences that midlife transition could start in the late thirties, approximately in 
between 3 7 and 3 8 years of age (Hermans & Oles, 1999). Due to a more equal split 
of the number of participants in each group, in this study 3 5 years of age was chosen 
as a splitting point of two groups. 
First, the multi-group model (Model 1) provided the baselines to examine the 
factorial invariance across the sub-samples. Results showed that the models fitted 
well for the sub-samples across the moderator. The chi-square values, p-values, 
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NFis, NNFis and CFis of the models are provided in Table 4. 
Then, factorial invariance was tested by constraining the factor loadings of the 
two samples to be equal (Model 2). The chi-square values and relative fit indices are 
listed in Table 4 as well. Model 2 and Model 1 were then compared using the 
chi-square difference tests, where non-significant chi-square differences would 
support the factorial invariance. Results suggested that Model 2 was not significantly 
different from Model 1. 
Lastly, the model was examined by adding equality constraints on the 
corresponding paths (Model 3). By comparing the differences in chi-square values of 
Model 3 and Model 2, any significant increase in chi-square would indicate that the 
more constrained model (Model 3) fitted significantly worse than the less constrained 
model (Model 2), which represents a significant moderating effect on that particular 
path. Results revealed that all the paths were not significantly moderated by age. 
As chi-square did not increase significantly across models of job embeddedness, 
it revealed that all the paths were not significantly moderated by age. Therefore, 
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For occupational embeddedness, multi-group analyses were also applied to 
examine the moderating effects by age. The samples were again, split into two 
sub-samples, with age from 18 to 34 as one group and age from 35 to 60 as another 
group. First, the multi-group model (Model 1) provided the baselines to examine the 
factorial invariance across the sub-samples. Results showed that the models fitted 
well for the sub-samples across the moderator. The chi-square values, p-values, 
NFis, NNFis and CFis of the models are provided in Table 5. 
Then, factorial invariance was tested by constraining the factor loadings of the 
two samples to be equal (Model2). The chi-square values and relative fit indices are 
listed in Table 5 as well. Model2 and Model 1 were then compared using the 
chi-square difference tests, where non-significant chi-square differences would 
support the factorial invariance. Results suggested that Model 2 was not significantly 
different from Model 1. 
Lastly, the model was examined by adding equality constraints on the 
corresponding paths (Model3). By comparing the differences in chi-square values of 
Model 3 and Model 2, any significant increase in chi-square would indicate that the 
more constrained model (Model 3) fitted significantly worse than the less constrained 
model (Model 2), which represents a significant moderating effect on that particular 
path. Results revealed that the path between occupation embeddedness and intention 
to change occupation was significantly moderated by age. There was significant 
difference in chi-square value between Model 3 and Model2 (llx2= 11.81 , lldf= 1, 
p<.01). 
To further examine the direction of the moderation effect, the path coefficients 
across the two sub-samples in Model 2 were compared (Figure 3). The path 
coefficient for the sub-sample with age 18 to 34 was -1.16 (p<.05) and for the 
sub-sample with age 35 to 60 was -.28 (n.s. ). Therefore, the relation between 
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occupation embeddedness and intention to change occupation was stronger for the 18 
to 34 age group. 
As chi-square did not increase significantly across model 3a over model2 of 
occupation embeddedness, it revealed that the path of community embeddedness and 
intention to change occupation was not significantly moderated by age. Therefore, 
hypothesis 9a was not supported. However, as chi -square increased significantly 
across model 3b over model 2 of occupation embeddedness, it revealed that the path 
of occupational embeddedness and intention to change occupation was significantly 
moderated by age. By further examining the direction of the moderation effect, it was 
found that the relation between occupation embeddedness and intention to change 
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Age differences analysis 
Lastly, the effect of age on the magnitude of various dimensions of job and 
occupational constructs was investigated. First of all, age was found to be negative 
related to future life perspective (r = .41, p<.O 1 ). This showed that as age increased, 
the perception of remain work life was shorten, which was convergent to most 
studies of socioemotional selectivity theory. Age was also found to be positively 
related to the length of working in the present job position (r = .62, p<.01 ), length of 
working in the present company (r = .57,p<.01) and length of working in the present 
industry (r = .72, p<.01), which proved that age was directly related with one's 
tenure. Then, MAN OVA were carried out to compare the differences in various job 
related measures across two age groups, one from age 18 to 34 and another from age 
35 to 60. MANOVA was used as there were more than one dependent variable, and 
these dependent variables were correlated. The multivariate results suggested that in 
general, people in different age groups differed in various jobs related measures. 
Wilks' Lambda was equaled to .55, F (22,209) = 7.72,p<.Ol. By further examining 
the univariate result, the mean differences of measures across two age groups could 
be found. 
First of all, for intention to change job, the differences between two age groups 
were significant, with F (1 ,230) = 10.64,p<.Ol. Differences in intention to change 
occupation were also significant, with F (1,230) = 7.50,p<.Ol. This showed that the 
younger cohort had a stronger tendency to change job and occupation. For job search 
behavior, the differences between two groups were significant, with F (1,230) = 
14.09, p<.Ol. Differences in occupation search behavior were also significant, with F 
(1 ,230) = 9.66, p<.Ol. This showed that the younger cohort had more job and 
occupation search behavior as well. 
For links-community, the differences between two age groups were statistically 
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significant, with F (1,230) = 21.35,p<.Ol. This showed that older group had a 
significantly stronger links to community. For links-organization, the differences 
between two age groups were statistically significant, with F (1,230) = 55.46,p<.Ol. 
This showed that older group had a significantly stronger links to organization. For 
links-occupation, the differences between two age groups were also statistically 
significant, with F (1,230) = 42.57,p<.Ol. This showed that older group had a 
significantly stronger links to occupation. Therefore, hypotheses 1 Oa, 1 Ob and 1 Oc 
were supported. 
For fit-organization, the differences between two age groups were statistically 
significant, with F (1,230) = 4.21,p<.05. This showed that older group had a 
significantly stronger fit to organization. For fit-occupation, the differences between 
two age groups were marginally significant, with F (1,230) = 3.77,p = .05. This 
showed that older group tended to have a stronger fit to occupation. In conclusion, 
hypothesis 11 a was supported and hypothesis 11 b was marginally supported. 
For sacrifice-organization, the differences between two age groups were not 
statistically significant, with F (1,230) = .89,p>.05. This showed that older group 
did not have significantly stronger sacrifice to organization. For sacrifice-occupation, 
the differences between two age groups were also not statistically significant, with F 
(1,230) = 2.70, p> .05. This showed that older group did not have significantly 
stronger sacrifice to occupation. Therefore, both hypotheses 12a and 12b were not 
supported. 
Lastly, for composite job embeddedness, the differences between two age 
groups were statistically significant, with F (1,230) = 28.14,p<.Ol. This showed that 
older group had significantly stronger composite job embeddedness. For composite 
occupational embeddedness, the differences between two age groups were also 
statistically significant, with F (1,230) = 28.95,p<.Ol. This showed that older group 
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had significantly stronger composite occupational embeddedness. Also, there are 
significant differences on global job and occupation embeddedness between two age 
groups as well. For global job embeddedness, F (1 ,230) = 5.34, p<.05, and for 
occupation embeddedness, F (1,230) = 5.69, p<.05. This also supported that the older 
group had a significantly stronger global job and occupation embeddedness. 
Therefore, both hypotheses 13a and 13b were supported. 
A summary of the hypotheses is provided in Table 6 in order to have a better 
illustration of the results. 
Table 6. A summary o.f the hypotheses 
H1a: Composite job embeddedness is negatively 
related to intention to change job 
H1 b: Composite occupational embeddedness is 
negatively related to intention to change occupation 
H2a: Community embeddedness has a significantly 
negative relation with intention to change job 
H2b: Organization embeddedness has a significantly 
negative relation with intention to change job 
H3: Intention to change job has a significantly positive 
relation with job search behavior 
H4a: Community embeddedness has a significantly 
negative relation with intention to change occupation 
H4b: Occupation embeddedness has a significantly 
negative relation with intention to change occupation 
H5: Intention to change occupation has a significantly 
positive relation with occupation search behavior 
H6a: Global job embeddedness is negatively related to 
intention to change job 
H6b: Global job embeddedness measure is positively 
correlated with both on-the-job and off-the-job 
dimensions of composite job embeddedness 
H6c: The correlations between global job 
embeddedness and off-the-job dimension of job 
embeddedness are smaller than the correlations 





H7a: Global occupational embeddedness is negatively 
related to intention to change occupation 
H7b: Global occupation embeddedness measure is 
positively correlated with both on-the-occupation and 
off-the-occupation dimensions of composite occupation 
embeddedness 
H7c: The correlations between global occupation 
embeddedness and off-the-occupation dimensions of 
embeddedness are smaller than the correlations 
between the global measure and the overall composite 
measure 
H8a: The negative association between community 
embeddedness and intention to change job would 
decrease as age increases 
H8b: The negative association between organization 
embeddedness and intention to change job would 
decrease as age increases 
H9a: The negative association between community 
embeddedness and intention to change occupation 
would decrease as age increases 
H9b: The negative association between occupation 
embeddedness and intention to change occupation 
would decrease as age increases 
HlOa: Older adults have a stronger magnitude of 
links-community than younger adults 
HlOb: Older adults have a stronger magnitude of 
links-organization than younger adults 
HlOc: Older adults have a stronger magnitude of 
links-occupation than younger adults 
Hila: Older adults have a stronger magnitude of 
fit-organization than younger adults 
Hll b: Older adults have a stronger magnitude of 
fit-occupation than younger adults 
H12a: Older adults have a stronger magnitude of 
sacrifice-organization than younger adults 
H12b: Older adults have a stronger magnitude of 
sacrifice-occupation than younger adults 
H13 a: Older adults have a stronger magnitude of job 
embeddedness than younger adults 
H13b: Older adults have a stronger magnitude of 
occupational embeddedness than younger adults 
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CHAPTER 4. DISCUSSION 
General findings 
The current study expanded understanding and provided further support for job 
and occupational embeddedness. Moreover, it proved that these two constructs could 
be extended to Hong Kong Chinese context to a certain extend. First of all, it 
provided convergent and divergent validity of the constructs. Most importantly, the 
structural equation modeling analyses suggested that both proposed models were 
having very good fit. 
Besides composite measures of job I occupational embeddedness, global 
measures of job I occupational embeddedness had been studied as well. Similar to 
the composite measures, the convergent and divergent validity of the constructs were 
demonstrated. Moreover, the pattern of correlations between global embeddedness 
and the community dimensions of the composite measures was concurrent with 
previous studies and supported the idea that job I occupational embeddedness was 
based on the reflections of community embeddedness. Even though the global 
measure did not specifically ask community-related questions, global job 
embeddedness was, to some extent, based on the community embeddedness 
dimensions. However, although global job embeddedness shared meaningful 
variance with community dimensions of composite job embeddedness, the 
correlations were smaller than the whole composite measure, suggesting that the 
community dimensions may be overweighed in the composite measure or that the 
whole construct was actually not equal to the sum of the parts. These finding 
suggested that people weighed organizational factors more heavily when thinking of 
how embedded they were into their organization. 
Moreover, the strong correlation between global and composite embeddedness 
provided strong evidence that these measures converge on the same construct, but the 
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correlation was not large enough to suggest complete overlap. 
However, the validation of the global measures does not mean the composite 
measures do not have any value. By using composite measures , we could then tap on 
the six different dimensions of en1beddedness separately and understand them in 
more detail. In fact , by understanding each employee 's embeddednes profile 
managers could then design pecific programs for increasing embeddedne of 
different employee specifically. 
For age moderation effect, it i interesting to find out that the age ha a 
moderation effect in the relation between the occupational din1ension of 
embeddedne and intention to change occupation. For instance, people who are 
older are less intended to change occupation, even when they are not occupationall y 
en1bedded. However, no moderation effect was found in the relations between job 
m bedded ne s and intention to change job. This n1ay be due to the reason that 
changing occupation often means one needs to invest in a lot of time and resources in 
learning new kills and occupationally specific knowledge. Since older adult ar 
n1ore n1oti ated to engage in present, emotion oriented goals than future , knowledge 
ori nted goal a uggested by ocioemotional selectivity theory they are le lik ly to 
change job or occupation as thi would take their precious time away and prevent 
thern from de loping their relati vely more in1portant emotional goal s. Therefore, 
n they are only lowly embedded into their occupation· their intention to change 
ccupation \vould be lo\ . Hovve er for changing job that has similar job task and 
duti a befor although one till need to adapt to the new environment, the time 
needed for lea111ing n \ job related kill and knowledge would be much les . Sin ce 
the ben fit of changing job uch as increase in wages may be able to compensate the 
tin1e and re ources needed to adapt to the new environment, therefore moderation 
effect n1ay not be exi ted. 
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For age differences, this study demonstrated that there were significant 
differences across age in magnitude of various dimensions of job I occupational 
embeddedness and overall job I occupational embeddedness level. In general, older 
adults were more embedded into their job I occupation. This suggested that 
organization may want to put more resources in enhancing younger employee's 
embeddedness level instead of investing resources among all employees equally. 
In this study, there were two more interesting findings. First, there was a high 
correlation between composite job embeddedness and composite occupational 
embeddedness. The correlation coefficient is .93, which was so large to suggest that 
these measures may actually assessing the same construct. However, it was actually 
not too surprising, as both composite job and occupational embeddedness were 
consisted of community related dimensions of embeddedness. Therefore, three out of 
six dimensions of the two constructs were actually the same. When global job and 
occupational embeddedness were investigated, the correlation coefficient between 
these two measures was .69 which was much lower compare with the composite 
measures. 
Another interesting finding is that the path coefficient between community 
embeddedness and intention to change job I occupation was actually positive, 
although it was not statistically significant. First of all, it aligned with the result of 
Mallol, Holtom and Lee's (2007) study that community embeddedness actually did 
not predict subsequent voluntary turnover. Also, I propose that this may be due to the 
characteristics of Hong Kong Chinese sample. Unlike the situation in the U.S. , where 
people are relatively easy to move between different states for different job 
opportunities, many people in Hong Kong consider Hong Kong as their local roots. 
In addition, there are relatively more barriers for them to work outside Hong Kong. 
Working permit is usually needed before they can work in other countries. Therefore, 
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people may actually be more "embedded" into the community than the measure had 
shown. Even though people think the place does not suit them; however, as it is 
difficult for them to move to other cities, their intention to change job would not be 
affected by their community embeddedness. This actually reflects a cultural 
difference in the concept of "community embeddedness", and items that tap on 
people's "ability to leave the country" may be applicable in this case. 
Limitations 
There are a few limitations for this study. Firstly, convenience sampling was 
used, and this may limit the generalizability of the study. Yet, the age, gender, tenure 
and also the job position that the participants held were quite diversely distributed, 
which may increase the representativeness of the study. 
Secondly, the number of groups that could be split for multi-group analyses 
were limited to two due to the limited sample size of this study. The moderating 
results might be different if the sample is separated into three or more age groups. 
Thirdly is the common method variance due to the self reported nature of the 
study. However, it was suggested that the contextual nature of the composite job and 
occupational embeddedness measure may help to reduce percept-percept inflation in 
self report (Crossley et al. , 2007). 
Fourthly, the study may only have limited support for causal inference as most 
measures were assessed in a single survey. Even though it is likely that job 
embeddedness was the cause of the outcome variables, the reverse direction may 
hold. 
Lastly, the establishment of both composite and global measures of 
enibeddedness is still in a preliminary stage, and the scales may need to be improved 
further in order to increase its reliability and validity. For example, the reliability 
coefficient of community-sacrifice was just .35 which was quite low. Additional 
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items may be needed to add into the measures in order to tap on the construct more 
accurately. In addition, the personal nature of some items, such as marital status and 
home ownership may be viewed as an invasion of privacy, which may provoke 
socially desirable response or intention skipping of questions. Moreover, the 
composite job I occupational embeddedness measures consisted of varying response 
formats, which may create statistical artifacts (Harvey, Billings, & Nilan, 1985). 
Future research 
Other than organizational and community related factors, other factors may also 
be incorporated into the models in order to increase the prediction of the 
consequences. For example, people may be embedded into their job not only because 
of community and organization factors, but also because of economical and political 
factors. For instance, the voluntary turnover rate of the current study was very low. 
Although it may be due to the short period of time gap in between the administration 
of first questionnaire and the follow up study, the low turnover rate may also be 
caused by the current worse economic situation, which makes people more 
"embedded" into their organization as it is difficult to find suitable job alternatives. 
Furthermore, the political stability of a country may affect one's community 
embeddedness. For example, back to 1980's and early 1990's, many Hong Kong 
people had migrated to other countries due to the political instability and unclear 
prospect of Hong Kong (Findlay & Li, 1997). The expansion of the current model to 
a multi-level model which incorporates macro factors such as economic and political 
factors would be one of the future research directions. 
Secondly, is job embeddedness always a good thing? While job turnover may 
cause harm to the performance of organization, Saxenian ( 1996) suggested that the 
lacking of job and occupational mobility may actually slow down the transfer of new 
knowledge across different organizations and industries. Therefore, in a macro 
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aspect, it is important for us to find ways to reach an optimal level for both job and 
occupational mobility, so that the innovative capacity of the organizations and 
industries is not limited. Manipulating one's job and occupational embeddedness 
level may be a useful way to obtain an optimal job and occupational mobility level. 
This would be another future research direction. 
Lastly, how a person reacts to their embeddedness to organization and 
occupation may actually affect its outcome. It appears that if the individual perceive 
embeddedness positively, his satisfaction and performance level would also increase. 
However, negative reaction to embeddedness may actually leads to poorer job 
attitudes and job performance (Ng & Feldman, 2006). Thus, how one's attitudes and 
beliefs towards embeddedness interact with their embeddedness level would be 
worthwhile to study in the future as well. 
Implications 
Turnover of employees is a critical issue for many organizations. Job and 
occupational embeddedness provides us a new angle to look into this problem. Being 
embedded into an organization and community is associated with reduced intention 
to change job and actual turnover. Compare with job satisfaction and commitment, 
employee's job embeddedness level might actually be relatively easier for the 
organization to manipulate. For example, the organization could increase employees' 
links to organization by putting them in long-term projects. Social club and activities 
could also be organized in order to provide channels for the employees to socialize 
with other colleagues. Sacrifice to job could be increased by providing well 
compensations and perks. For links to community, organization can provide various 
kinds of support to the employees for engaging in different local activities and events, 
such as establishing an organization volunteer team to encourage the employees to 
serve the needy in the community. When employees feel that their organization is 
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caring of their community life as well, they would tend to be more productive and 
stay in the organizations longer (Holtom, Mitchell & Lee, 2006). 
This study provided valid evidence to both composite and global measures of 
job embeddedness. It also offered valid evidence to the composite and global 
measures of occupational embeddedness. It is hoped that this study would be 
contributive in understanding the possible reasons on why people stay in a job and 
occupation, why they leave and how measures could be implemented to reduce 
turnover in order to maximize the organization's productivity and performance. 
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Footnotes 
1 An integrated model combining composite job embeddedness, composite 
occupation embeddedness and their consequences were tested but the fits were found 
to be poorer than separate models (x2 (243, N==239) == 1148.72, p<.05, NFI==.74, 
NNFI==.76, CFI==.79, and RMSEA==.13). This may be due to the limited sample size. 
Moreover, the separate models of composite job embeddedness and composite 
occupation embeddedness allow readers to understand the models more easily. 
Therefore, in this study, the models were presented separately. 
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